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ABSTRACT 

A comprehensive evaluation process begins with school 
board policy. Policy should provide direction by addressing the 
issues of who and what are to be evaluated ^ why evaluation is needed, 
when and by whom the evaluation is to be completed r and how the 
information is to be reported* An evaluation system^ regardless of 
who is evaluated, should focus on growth. The instrument and data 
gathering method should be chosen according to the type of 
information desired and the specific school in question. If 
evaluation is to provide for growth, it must be approached positively 
and allow feedback from the individuals being evaluated and 
recommendations by the board. Sound evaluation is based on job 
description. School board functions to be evaluated include planning 
and policy, legislation, judicial responsibilities, and appra*^ sal and 
evaluation. The superintendent, as the chief executive officer of the 
board, should be directly involved in each of the four areas and make 
recommendations that the board can accept, reject, or modify. The 
superintendent evaluation process should be constructive, ongoing, 
and focused on improving performance. Appendices provide examples of 
superintendent's evaluation guidelines, superintendent's job 
description, and an instrument used to evaluate the superintendent's 
performance in a Nevada school district. (MLH) 
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Developing Policy on Evaluation and Assessment of 
School Board and Superintendent Performance 

Introduction 

The last two decades have brought a proliferation of ac- 
countability legislat r'^n. The states of Colorado, Idaho and 
California, among other, held elections on tax reductions. The 
passage of this legislation prompted many other states to either 
reduce taxes or curtail spending. However, accountability 
legislation is not limited to financial matters. For example, 
several states have mandated school districts to plan, evaluate 
and report curricular objectives in cooperation with community 
members. 

Although the focal point of accountability legislation 
varies greatly from state to state, each mandate operates on the 
assumption that school districts roust justify their actions to 
the taxpayer, inherent in any concept of accountability is a 
systematic process of evaluation to determine if specific educa- 
tional objectives are being met. Since boards of education are 
legally responsible for governing the school district, the 
impetus for initiating the evaluation process originates with 
board policy. 
Policy Development 

School boards are constantly faced with making decisions 
that, affect the district. Many of these decisions are routine in 
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natuce, while others require a great deal of consideration and 
research. Since time is a previous commodity, the development of 
sound policy not only expedites decision-making but is also an 
essential ingredient in resolving many crucial issues. 

Lack of policy often leads to disagv<i§ement among board 
members as to how a similar decision was made at a previous 
session. Lack of clarity raises questions concerning the origi- 
nal intent of the policy. Instead of codifying policies under a 
single cover, many boards must review minutes of previous meet- 
ings to find the regulation appropriate to the issue at hand. To 
the chagrin of many, time has been wasted and often the policy is 
never found. 

The purpose of written school board policies is to provide 
direction for the operation of the district. It is through these 
policies that administrative functions are delegated to the 
superintendent. Policy should provide the basis for authority 
while also identifying the procedure to be followed in executing 
the board's wishes. 

The development of school board policy is no e^sy task. 
Aside from the fact that policy must be clear and concise, it 
should reflect the board's position based on local expecta^ions . 
It must agree with the law. if, for example, the law requires 
that superintendents be evaluated once a year and be provided 
with written evaluations, then the policy should reflect these 
statutory provisions, it may also be wise to quote the section 
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of the law or at least identify the statute that provides 
authority for the specific policy. 

in the absence of statutory guidance, school boards may have 
greater latitude in developing a course of action. Policies 
should, however, provide a sense of fair-play and reflect a 
sincere desire to improve the educational process within the 
school system. For instance, even though the law may be general 
and nondescript ive, a policy on eVf-luation may include criteria 
and procedures for formal evaluation, in developing an evalua- 
tion policy, answers to the following questions may provide 
guidance as to what should or should not be included in such a 
policy statement. 

1. Why is evaluacion needed ? Although many reasons exist 
for supporting evaluation, professional education associations 
agree that the primary purpose of evaluation is to improve 
instruction. In order to accomplish this objective, the evalua- 
tion process should promote open communication between the 
evaluator and the person being evaluated. The process should 
identify strengths and we^Kn.-sses while providing a prescription 
to improve job performance. 

The hidden agenda often becomes one of using evaluation as a 
tool to justify either the continuance or termination of employ- 
ment with little or no consideration given to improvement. 
Philosophically, this attitude is not only contrary to providing 
the best teaching-learning environment but also creates an 



atmosphere of fear and distrust. Here, the employee is pre- 
occupied with "hiding weaknesses*' in order to keep the job rather 
than improving skills. Lack of feedback erroneously gives the 
impression that job performance is satisfactory and that weak- 
nesses either have not been identified or do not exist. 

2. Who is to be evaluated ? Traditionally, policy has 
emphasized teacher evaluation with little or no mention given to 
other employees. At the same time, every board member recognizes 
the contributions that each staff member makes to the school 
district. If the board believes that increased efficiency begins 
with a comprehensive analysis of performance, then policy should 
specify those jobs that are to be evaluated. A policy statement 
may stipulate that the superintendent, central office administra- 
tors» principals, and non-certified personnel must also be 
evaluated . 

3. What j^s to be evaluated ? Evaluation should be based on 
job performance, in order to make the evaluation process more 
meaningful, the job description for a specific position should be 
reviewed. If none exists, one should be developed. Once the 
components of a job are in place, a decision has to be made as to 
whether all aspects or one specific component are to be evalu- 
ated. The instrument and process are then designed to accommo- 
date this decision. It may be helpful to first evaluate total 
job performance rather than focus on specific areas of concern. 
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Who is going to do the evaluation ? Many alternatives 
exist as to who will conduct the evaluation and where the data 
will originate. Self-evaluation may be one viable component of 
the total process. Although the roost common practice seems to be 
that of superiors evaluating subordinates, there may be some 
merit in obtaining data from subordinates on job performance of 
superiors. Peer evaluation has also been used in many situa- 
tions. It is also conceivable that input be gathered from a 
sample of patrons if the job requires community contact. Since 
there are many alternatives, the board roust decide whether to 
place major emphasis on one type of evaluation or gather informa- 
tion using many sources. Board policy should reflect this 
decision. 

^* How often vfill the evaluation occur ? Evaluation of 
personnel is not only a time consuming task but also requires a 
high level of expertise. As a result, many principals concen- 
trate their time and effort on teachers who obviously need help. 
Those experienced or tenured teachers who seem tc be doing a 
satisfactory job are often ignored. 

School boards have a similar problem. Because of a lack of 
time and knowledge, they often rely on gut instinct rather than 
hard data in assessing performance of the administrative staff. 
However, increased pressure stimulated by the national reports 
and taxpayer revolts have forced boards to reconsider past 
practices concerning evaluation. If boards are truly committed 
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to improving instruction they roust recognize that evaluation is 
an ongoing process. Each subsequent evaluation builds on the 
previous one with the result being improved performance, in 
order to encourage improvement, it may be wise to stipulate in 
policy that, as a minimum, a superintendent should be evaluated 
annually and the performance of every teacher be assessed twice 
each year. 

6. what is going to be done with the data ? The purpose of 
gathering information on job performance is to provide a basis 
upon which improvement can be made. Appropriately used, this 
information communicateJ in an open and honest manner coupled 
with a prescription for growth should greatly enhance the quality 
of job performance. 

Inherent in this question are concerns about record keeping 
and the collection, analysis, and reporting of data. School 
boards should be cautioned that when developing policy, these 
concerns should be addressed in light of state statutes that 
govern use of any access to employees' records and the reporting 
of evaluation results at open school board meetings. 

Ownership seems to play a major part in the success of an 
evaluation program, in addition, policy development can be made 
easier and more workable by using guidelines from professional 
associations. A policy on evaluation, for example, may involve 
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teachers who are aware of both the day-to-day problems confront- 
ing the school and the guidelines that are promoted by their 
association. 

It is a good idea to have policies reviewed periodically — 
perhaps once a year or every two years. Although involvement 
from teachers, parents, and student? is often solicited, it 
should be understood and made clear that the function of advisory 
groups is to provide input. The acceptance of a policy is a 
board responsibility that cannot be delegated to others. 

Once policy is in pi see, it is the responsibility of the 
administrative staff to carry out this policy. An important 
point to remember is that school boards are policy-making groups, 
not administrators even though their roles often become confused 
in many school districts, in order to help clarify responsibili- 
ties, many school districts have incorporated administrative 
regulations into policy manuals. These regulations are expanded 
policy statements that usually provide administrators with 
options and procedures used in running the school on a dsily 
basis. 

Board policy also has a direct relationship to rules and 
regulations. The broad, general statements made in board polf.cy 
are translated into specific rules, usually in the form of 
teacher manuals and student handbooks, that are expected to be 
followed. These manuals are an extended form of policy that 
clarify expectations in the teaching-learning process. 
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Little doubt exists that a comprehensive set of board 
policies is a necessary ingredient in an efficiently run school 
districts Policies not only expedite decision making at both the 
board and administrative levels but also inform the educational 
community of board expectations. Although the development of 
policy is an onerous task, it is a necessary one. 
Evaluation of the School Board 

As previously noted, sound evaluation is based upon job 
description. The evaluation of a board is no exception. The 
National School Board Association categorizes the many functions 
of a board into four broad areas. The first, planning and policy 
making , involves tasks such as goal development and the formula- 
tion of board policy. The second, legislation , is defined as a 
process to put plans and policies into action. The judicial 
function is the third broad area of school board responsibility. 
Here emphasis is placed on the resolution of conflicts through 
administrative hearings and other mechanisms in the decision- 
making process. The fourth area is appraisal and evaluatio n 
which focuses on the process of reviewing the operation of the 
school and datermining if the job is being done. It should be 
noted that the superintendent, as the chief executive officer of 
the board, should be directly involved in each of the four areas. 
The superintendent's role is one of making recommendations which 
the board can accept, reject or modify. 



The gathering of data to determine board effectiveness can 
be accomplished thro-ugh open discussion among board members; 
questioning each board member individually; or observation of a 
board meeting through the use of video tape or a consultant. 
Although the possibilities for data gathering are unlitnited, the 
most common technique seems to be through the use o£ the written 
questionnaire. The questions used will be dependent on the type 
of information desired. For example, the following statement 
requires only a yes or no response: 

1. school board discussion is related to agenda items. 

This same question can be asked using a Likert scale which 
allows for greater variance in response, in the question below, 
a continuum is provided with 5 being always true to 1 which is 
never true; 

1. School board discussion is related 5 4 3 2 1 

to agenda items. 

A third example presented below not only allows for indivi- 
dual choice but also provides information on the collective 
responses of board members: 

Individual's Board's 
Choice Cho ice 

1. School board discussion is 

related to agenda items. 54321 54321 

These are but a few of the many ways in which questions can 

be written t'^ gather data. The most important consideration is 

to design an instrument that gathers information appropriate for 
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your board. A questionnaire that works well for one board may be 
inappropriate or even disastrous for another board. 
evaluation of the Superintendent 

The assessment of the superintendent's performance is based 
on the same principles underlying any sound evaluation system. 
The evaluation should be constructive in nature and conducted for 
the purpose of improving performance. The system should also be 
ongoing and identify both strengths and weaknesses documented by 
sufficient data, information obtained from the evaluation 
process should be communicated to the superintendent through oral 
and written reports. If need be, prescriptive remedies may be 
provided to facilitate improvement. 

Although many models of evaluation systems exist, most 
generally contain at least three distinct phases. The first 
phase includes the pre-evaluat ion conference . Here, the board 
and superintendent define job responsibilities and expectations. 
The type of instrumentation, process, analysis and reporting of 
data are agreed upon. In the second phase, the actual evaluation 
process , data is collected and analyzed. The information is 
usually gathered in narrative or objective form. The type of 
instrument used should be dependent on the specific situation in 
question. The final phase consists of the post-evaluation 
conference . In this phase the board has interpreted the data 
collected from the evaluation and reports this information to the 
superintendent. The discussion should be open and allow for 



feedback. It should be kept in mind that this conference is 
constructive in nature and for the purpose of improving the chief 
executive's leadership skills. In order to provide for growth, 
both the superintendent's strengths and weaknesses should be 
discussed and recommendations for improvement be provided by the 
board. 

The appendices provide samples of policy, job description 
and an instrument used to evaluate the superintendent's perfor- 
mance in Churchill County School District, Nevada. In reviewing 
these materials, it should be noted that a consistency exists 
between the policy, the job description and the instrumentation. 
Summary 

A comprehensive process of evaluation begins with school 
board policy. Policy should provide direction by addressing the 
issues )f who and what are to be evaluated; when the evaluation 
is to be completed; and how the information is to be reported, A 
sound evaluation system, regardless of who is to be evaluated, 
should focus on growth. The instrument and method used to gather 
data should be chosen on the basis of the type of information 
desired and the specific school in question. If evaluation is to 
provide for growth, it must be approached in a positive manner 
allowing for both feedback from the individuals being evaluated 
and recommendations by the board. 
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EVALUATION OF THE SUPERINTENDENT 

The board shall evaluate and asrsess In writing the performance of 
superintendent at lenst once a year during the term of a contractual agreement. 

The evaluation and assessment shall be reasonably related to the position 
description of the superintendent and the goals and objectives of the district 
for the year In question. 

The board shall adopt an evaluation format within 150 days of the effective 
date of a contractual agreement. 

At least once each fiscal year, the district and superintendent shall meet In 
closed executive session (unless specifically prohibited by state law) for the 
purpose of mutual evaluation of the performance of district and superintendent. 

In the event that the board determines that the performance of the 
superintendent is unsatisfactory In any respect. It shall describe In writing, 
in reasonable detail, specific instances of unsatisfactory performances. 

The evaluation shall Include recommendations as to areas of improvement In all 
Instances where the board deems performance to be unsatisfactory. 

The superintendent shall have the right to make a written reaction or response 
to the evaluation. This response shall become a permanent attachment to the 
superintendent's personnel file. 

Within thirty days of the delivery of the written evaluation to the 
superintendent, the board shall meet with the superintendent to discuss the 
evlauatlon. 
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Superintendent of Schools 
ChuirdiilX County School District 



QOBVLIFICSmOKS: 



Degree (s) , eaqserienoe, oertif icaticm, and such other* 
edifications that laay be required. 



BEFGfEES TOi 



Board of Education 



Stateznent of the broad thrust of the positioi 



1. Senses as the executive officer of the Board of Education and be charged 
with the responsibility for isapleanenting the polici^ of the Board. 

2. The siqperintendent shall prepare the agendla for each xneetin?, shall 
attend all meetings, and participate in all deliberations of the Board. 

3. Administer the schools in coifomity with the adopted policies of the 
board and in aooordanoe with state law. 

4. Develcp administrative principles and procedures for inpleroentlng board 
policies. 

5. Klec^ the Board fully and regularly infonned as to the effectiveness of 
newly adc^Jted and existing policies. 

6. Ma)ce all discretionary decisicsis according to Board policy as they are 
needed for the good qperation of the school district. 

7. Ihe si;$)erinten(^t is responsible for preparing and subaitting to the 
Board recommendations relative to all natters requiring Board actioi, 
placing before the Board such necessary and helpful facts, information 
and reports as are neec^ to insure the making of infonned decisions. 

8. Assist the Board in all matters pertaining to the general welfare of the 
school district and perform other duties as the board may determine. 

9. Responsible for a program of public information so that the oonanunity may 
be kept informed of significant educational develcpnsnts. 

10. Make reocninendations for acquisition of buildirtg sites and the buildings 
to be constructed there on. 

11. Responsible for the business management of the school district including 
pr^>aration and implementaticsi of the anrial budget. 

12. Responsible for the overall c^jeratian and maintenance of all school 
prc^)erties. 



13. Responsible for short and Icaig-range, strategic planning to maximize the 
utilization of the district's resources. 

14. Reocronend ©iployees for appointsaent, promotion or dismissal in aocordancse 
with the policies of the Board. 

15. Responsible for the assigraieait of all instmctional and non-instructional 
personnel. 

16. Responsible for general personnel itanageitent. 

17. Rf?spcaisible for inplonenting an efficititt personnel evaluatiai system. 

18. Respoisible for developing and inpleinenting a direct two^y 
caPtnumicaticn system vdth staff, 

19. Plans, develops, and revises personnel management policies in accordance 
with state legislatiai for submission to the Board for adoption, and 
maintains personnel policy handbooJs. 

20. Responsible for ap|a?aisal and evaluaticm of the instructimal program in 
terms of the district's goals and objectives. 

21. Responsible for establishing provisions for inservioe or professional 
dev3l(^xnent of staff. 

22. Responsible for the evaluation of curricula on a periodic basis. 

23. Responsible for formulating and reocromending all major instructional 
program changes to the Board for consideratiai. 

24. mst take an active leadership role in the develo|ii»ent and improvement of 
the program of instruction. 

25. nist keep professionally current and informed of modem educational 
philosc|3hies and practices and ke^ the bDard informed of current 

26. Responsible for delegating authority and re^xasibilities effectively. 

27. Must provide for the systanatic evaluation of all principals, other 
administrators and ncxv-teadidng professionals by appropriate 
professionals. 

28. Must actively participate in professicml organizatiais with the eatress 
purpose of better serving the district and public educatiesi. 

29. Reports periodically to the Board the needs and status of student service 
programs. 
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mm> mamman of the en: 



XCO&fXYSL 



Each inentbi^r of the board slKxiXd aiv3nyBousXy OQR|>lete this evaluatixxi 
ijistnanent basal on vihat he or she belietves represents the pexformanoe of 
the si^jerintenctent oh each item. You are asked to circle the appropriate 
xmto&c on the five point scale for each item, one (1) is lew and five (5) is 
hi^, or circle »W to indicate «no basis" for opinion, if it is an item of 
v«iich you have little or no knowlec^. Any itoa you score belw a three (3) 
mist be ocRinented upon. Frcn this iiifonnation« a o(i(i»site tsvaluation can be 
developed for the board. The results of this evaluation can tlien be used to 
establish annual ^aals for the si^jerintendent. Pill responses axe confidential 
and individual re^xanses will be grouped vdth other responses for purposes of 
presentaticm to the Churchill County School Board. 

SOFERIIflEltOEtir/BQABD mXXTKXS 



Ihe Si^)erintendent, . . 

1. ... facilitates the trainijig and 
orientaticsi of board ineiifoers. 



Strongly 
Disagree 



Strongly 
Agree 



No 

Basis 



2. ... seeks boaj.'!5 irpit into policy 1 
iitplanentation and executive decision inalcLng. 

3. ... keeps the board infomed of district 1 
develcpnents. 

4. ... inplements board action according to 1 
board expectatic^. 

5. ... provides the board with bad^round 1 
inforsation cm crvjcial issues requiring 
board action. 



4 5 



4 5 



4 5 



4 5 



N 
N 

N 



6. ... prepares reports for the board that 
are sufficiently ocnprehensive and 
detailed. 



1 2 



4 5 



7 . ... ina}ces presentations to the board 1 2 
that are dear and nananbiguous. 

8. ... seeks to point out lawful and edu- 1 2 
cationsdly sound principles to guide 

board decision making. 



9. ... is respc^ive to the requests of 
tlie board. 

10. ... fosters a climate of trust and 
mutual respect between the board and 
superintendent. 



1 2 



1 2 



4 5 

4 5 

4 5 

4 5 



N 



N 



N 



N 
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Please CJcranent cai any of the itens on the preoeding page? indicate the Lum 
Runiber(s) upon which you are ocraoenting. 



Hie S^perinteaidait. . . 

XI. ... has regular procedure for cxjnveying 
inforsatioi to the ocmrunity. 

12. ... cxxniunicates the educatiayal goals 
and policies of the district to the 
ocRssunity. 

13. ... participates in ^ropriate ootninunity 
functi(^. 

14. ... is oocperative with the media. 

15. ... maintains an ^^ropriate level of 
piblic interaction through the media. 

16. ... clearly and effectively explains 
educatic^ial programs to the camunity. 



Strongly 
pisagre e 



1 

1 



2 
2 



3 

3 



Strongly 



no 



4 
4 



5 
5 



N 
N 

N 

N 
N 

N 



Please ocinroent on any of the above itaas in this section; indicate the item 
nuiitoer(s) vpon which you are occojentlng. 



X7. oversees the tecxuitment and aa- 
ploynent of hicfhly qualified staff. 

18. • . • manifests be^laviors vitiidti indicate 
a high value on csooparation with the 
educational staff in planning and 
decisicm making. 

19. ... recsognizes professional achievement 
of the staff. 

20. ... prcRctes and st^Dports the pro- 
fessional growth of the staff. 

21. . . . has the ability to manage unique 
or crisis situations in dealing with 
persomel. 

22. ... sees that an effective personnel 
evaluation system is maintained. 

23. ...malces duty assignments which f>e<?m 
to reflect appropriate oonsideratiais 
of unique talents and qualificatiais 
of the best available personnel. 

24. ... initiates and promotes a workable 
chain of ccorounication between the 
enplqyees and the si^jerintendent. 

25. ... fosters a climate of trust and 
mutual respect between the adminis- 
tration and staff. 



Strwgly strongly 

Disagree Agree 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 



Please occment on any of the above items in this section; indicate the itaa 
nunber(s) upcHi vhich you are oonimenting. 



Strongly Strongrly Nb 
Pisagre? ag£SS 



Hie Si^jerintencSait. • . 

26. ... oversees the assessnent of short 1 2 3 4 5 n 
and loncf-range facility needs for fliture 

district grcMth and develcfment. 

27. ... consults with appropriate staff 1 2 3 4 5 N 
on facility needs. 

28. ... has been instrumental in develop- 1 2 3 4 5 N 
ing plans to i«tx3i^, renovate or ac- 

ocxinedate expansion wh-^n faced with the 
challenge of growth or diange. 

29. ... adheres to district policy onthe 12345 n 
utilizatiai of district facilities. 



30. ... insures that building security and 1234 
safety is of primary isportance in 

our district, 

31. ... insures that district dassrooms 1234 
are adequately equipped. 

32. ... maintains an adequate program of 1234 
building maintenance and uptkeep. 



N 



N 



N 



Please octntent <m any of the above items in this section? indicate the item 
nuntoer(s) vpon whicSi you are oonanesnting. 
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I 



HfUNBSS/FISCaL MRMRGEMEMT 



Hie Superintendent. • • 



Strongly Stixaigly Mb 



33. ... systanatically gathers information 1 2 3 4 5 K 
to determine the current and future 

educational needs of the district. 

34. ... is able to adegiiately determiDe the 1 2 3 4 5 N 
financial needs of the district. 

35. ... is able to adequately solve 1 2 3 4 5 N 
financial probleias related to district 

expenditures as they occur. 

36. ... is efficient in the utilization of 1 2 3 4 5 N 
financial resources. 

37. ... is effective in procuring equipment, 1 2 3 4 5 N 
materials and si^splies for district use. 

38. ... has a clear process for the develop- 1 2 3 4 5 N 
loent of the district's budget. 

39. ... accurately r^rts the current 1 2 3 4 5 K 
f inanciad status of the district. 

40. . . . has established procedures which 1 2 3 4 5 K 
prevent over-esKpenditures. 

41. ... demcxTstratfis concsem for cost- 1 2 3 4 5 N 
effectiveness in conducting district 

business. 

Please oonaaent en any of the above itssns in this secticm; indicate the item 
nuntoer(s) upon idiich you are consnenting. 



0'> 




aheSuperlnt«>aent... 



Stmigly Stcanqly m 
pisagre^ as&SS Basis 



42. ... di^iays initiative and self- 1 2 3 4 5 N 
uctivatlcai vih^ cx^iducting district 

business. 

43. ... y^seps inforxnad of curzent tretKis 1 2 3 4 5 N 
to facilitate good district nanagesient. 

44. ... ke^ his Xeadersihip skills current 1 2 3 4 5 N 
thrQug(h regular professicsial develcpoent. 

45. ... apprt^iately delegates authorily. 1 2 3 4 5 N 

46. ... ccaiducts hinself in a nanner which 1 2 3 4 5 N 
inciicates dedication to promoting 

educational excellence. 

47. ... oomnunioates a directiai for the 1 2 3 4 N 
future of the district. 

48. ... can be diaracterized as a fl&dhle, 1 2 3 4 5 N 
diplcsnatic leader. 

49. ... is active in professional 1 2 3 4 5 N 
organizations. 

50. ... dononstrates skill in managing the 1 2 3 4 5 N 
broad range of educaticml pcdbleas and 

issues confronting the siqperintenctency. 

51. ... shews an interest in the welfare 1 2 3 4 5 N 
of enplqyees. 

52. ... desnonstrates an ability to manage 1 2 3 4 5 N 
crisis in onergency situations. 

Please connent on any of the above items in this section; indicate tlie 
itaoa nuiitoer(s) upon vihich yc« are ccBmenting. 



ERIC 
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Hie Si:Q)erinten3ent. . . 



Strongly strongly No 
pisaq pe ^ ift g^ Basis 



53. ... is iMorned of current trends and X 2 3 4 5 N 
d0velo{xnents in curriculm and instzuction. 

54. ... is re^xjnsive to the district's 1 2 3 4 5 N 
needs for instructional siqp[»rt 

services (si:$plies, loedia and library 
r^ouroes). 

55. ... is active in seeing that the 1 2 3 4 5 N 
curriculum is clearly related to 

district goals and e3<pectations. 

56. ... places aqpprc$>riate enphasis <m 1 2 3 4 5 K 
the needs of special popolstlom 

providing adequate programs for the 
handicapped, disadvantaged and gifted. 

57. ... sees that the resources frcm state 1 2 3 4 5 N 
and federal souross are effectively used 

in this district. 

58. ... provides directicxi in instructional 1 2 3 4 5 N 
supervision. 

59. ... ejdubits initiative in the in- 12345 N 
structional planning of the district's 

prograros. 

60. ... nonitors the effectiveness of the 1 2 3 4 5 N 
instructional programs. 

61. ... sees that instructional and 1 2 3 4 5 K 
curricular evaluati<^ methods are 

e^ropriate to the intended outoanes. 

62. ...sees that instructicml and 1 2 3 4 5 N 
curricular evaluation data are used 

for instructional iitprovonent. 

Please 0Ginn»ent on any of the above itens in this sectioi; indicate the iten 
nuniber(s) upon Which you are ccaroenting. 



STODENff SERVICES 



Ih3 Si:qperintenden(t. . • 



Stjxngly Strc^ly No 



63. ... acts as a liaison with csccminity 1 2 3 4 5 N 
agencies oonosnysd with stixSent services. 

64. ... adequately smitors enrollinent, 1 2 3 4 5 N 
attendance, behavior and discipline 

policies and procedures. 

65. ... places the security and safety 1 2 3 4 5 N 
of our students at the forefrcait. 

66. ... demonstrates that ocsr|>nehensive 12345 N 
stUE^ent services are a ocattinuing high 

priority. 

67. ... deinonstrates concerns for due 1 2 3 4 5 N 
process and other ri^ts of students. 

68. ... keeps the board informed of district 1 2 3 4 5 N 
needs related to student services. 

Please ccranent on any of the above items in this saction; indicate the item 
nun&9er(s) upm vdiich you are cccamenting. 



3u 



lVE FLMININS 



Ihs S^perinkeniient. . • 

69. ... has seen to it that a cxajprehensive 
plaxmlng prtsgram esx|:hasiziiig short and 
long-range plans has been iitpleaivented 
if!f the district and is mcsiitorad on a 
current basis. 

70. ... oversees an adequate acoountability 
procedure for district c^>erations. 

71. ... sees that adequate information is 
gathered when forsulating district plans. 

72. ... consistently mcmitors evaluation 
procedures to measure the effectiveness 
of the sdhool district. 



Strongly Strongly Nto 

pisaqrae Agree Basis 

1 2 3 4 5 N 

1 2 3 4 5 N 

1 2 3 4 5 N 

1 2 3 4 5 N 



Please ooitanent on any of the above itesns in this section; indicate the item 
nurnber(s) tqpon vdiich you are ocmnienting. 



